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ROUTING  AND  RECORD  SHEET 

Minutes  of  Special  Executive  Committee  Meetings  on  the 
Glass  Ceiling  Study  Action  Plan  for  4 & 17  September  1992' 


FROM:  Hythia  D.  Young 

Director  of  Equal 
Employment  Opportunity 


TO:  (Officer  designation,  room 
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CXLH_E^£*tf-TTXI7 
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29  September  1992 


MEMORANDUM  FOR: 


Deputy  Director  of  Central  Intelligence 

Executive  Director 

Deputy  Director  for  Administration 

Deputy  Director  for  Intelligence 

Deputy  Director  for  Operations 

Deputy  Director  for  Science  and  Technology 

Director,  Public  and  Agency  Information 

Comptroller 

Director  of  Congressional  Affairs 
General  Counsel 


FROM: 

^Director  of  Equal  Employment  Opportunity 

SUBJECT:  Minutes  of  Special  Executive  Committee  Meeting 

on  the  Glass  Ceiling  Study  Action  Plan, 

4 September  1992 


tr__  v,  ^ A  2 * *  S?e5!lal  mieetin9  of  the  Executive  Committee  (EXCOM) 
was  held  on  4 September  1992  to  discuss  implementation  of  the 
action  plan  proposed  by  the  Glass  Ceiling  Study  Task  Force 
The  meeting  was  chaired  by  the  Deputy  Director  of  Central 

' Also  Present  were  the  Executive  Director 
(EXDIR) , Deputy  Directors  for  Intelligence  (DDI ) and  Science  and 
Technology  (DDSCT);  Associate  Deputy  Directors  for  Administration 
and  Operations;  Comptroller;  Deputy  General  Counsel;  Directors  of 
ublic  and  Agency  Information,  Congressional  Affairs,  Equal 
Employment  Opportunity  (EEO) , Personnel,  and  Training  and 
Education;  members  of  the  Glass  Ceiling  Study  Task  Force- 
representatives  of  Agency  multicultural  programs  and  network 
groups;  Executive  Secretary;  Executive  Assistants  to  the  Director 
of  Central  Intelligence  and  DDCI;  staff  members  from  the  Offices 
of  the  EXDIR  and  EEO;  and  other  interested  observers.  Je? 

2.  The  DDCI  welcomed  all  participants  to  the  special 

expanded  EXCOM.  He  said  that,  in  addition  to  the  regular  EXCOM 
members,  their  deputies,  the  Glass  Ceiling  Study  Task  Force 
members,  and  representatives  of  Agency  ethnic  and  work  groups 

NotininthatSadd^e  tc\ ensure  an  °Pen  and  thorough  discussion. 
Noting  that  additional  sessions  would  be  held  as  necessarv  to 

address  all  the  Task  Force  proposals,  the  DDCI  thanked  the  Task 
Force  members  and  others  who  had  assisted  the  effort.  He 
expressed  strong  support  for  creating  a more  equitabie  work 


_CQlLEiB£NTTKTr 


SUBJECT : 


Glass^eilina6^^  Executive  Committee  Meeting  on 
g tudy  Action  Plan,  4 September  1992 


effe«“SekStrRecaliiirhj«POrl:anCe  tQ  the  A9encY's  future 
in  his  previous  Dosi t i .,,-1-  : experiences  with  this  same  issue 

Agency,  he  emphasized  the  npp>drfCt°r  °f  the  National  Security 
general  statements  of  suDDort-  tn°r  senior  managers  to  go  beyond 
opportunity,  lej  P specific  actions  that  improve 

members  echoed  ^i^comm  ft  men?  EDCI  ‘a  opening  remarks,  EXCOM 

They  expressed  concern  about  bS^eaucratiziS^the  S*®  iSSUe‘ 
process  and  about  failing  tn  aucra^lzin9  the  implementation 
the  process  or  to  take  all  lp?f  SS . the  ysour«  implications  of 

and  to  develop  measures  of  impfeme'tSionVo^Ss^ 

study  ^report  WaTwftt  aCCion  items  from  the 

relatively  easfS  to  implement3  ?he  and  thus 

six  actions  related  to  demonstrat i n?  fJC0M  aPProved  or  endorsed 
management  to  enhancing  diversity  (sefatSS^M  E °f  ®enior 
was  deferred  on  a recommends  t- i nnY?  66  a5tachment) ; A decision 
to  a deputy  director  for  human  create  a position  equivalent 

ongoing  st^dy  o I ™L"?rCeS  pending  completion  of  an 

implementation  and  a centraP?oiffo?ni  • T°  ensure  e££cctive 

deferred  two  actions  related  h„  ® for.llne  managers,  the  EXCOM 
the  EXDIR  provides  the  directorates3.111?  acc°untability  until  (1) 
for  addressing  specific  items  and  ^5?  ?h  plan  and  timetable 

with  the  inspector  General  ??cr?a  d f EXDIR  and  DDCI  consult 
ceiling  issuS  in  10  “Sections  ft? f°r  revia“in9  glass 
employees  should  receive  both  interim  reports af?ded  £hac  *9ency 
on  EXCOM  decisions  on  the  study  recoleXions  "raPUP 

feedback  In!  “ZniSS  SlS  aCtions  elated  to  improving 
of  employee  anT^^i-3g3^^t^^top.t?B 

intent ions^egarding^^rbcommended  ^ce^fcSce^ 

of  its  promotion,  assignments  and  ^ ar.^  review  by  each  component 
Task  Force  to  discuss^ ItafS™  ?,  S?*"8  process'  EXCOM  asked  the 
clarification.  ?he excSm defied f " “ baCk  Kith 

on  Performance  Appraisals  to  evaluate  and™e  ^So«dSr 


__CQliEXBBitTTXir 


SUBJECT:  Minutes  of  Special  Executive  Committee  Meeting  on 

Glass  Ceiling  Study  Action  Plan,  4 September  1992 


ThSrnn?menaSnScr^mpl0ye?  mana9ement'  evaluation,  and  feedback. 
a2DIi  ? DDS&T  agreed  to  send  the  DDCI  their  directorates1 

°r  suP?rvisors-  The  members  agreed  that,  at  the  next 
special  glass  ceiling  EXCOM--scheduled  for  17-  September  1992--the 
discussion  would  start  where  it  ended  today,  on  the  item 
recommending  semiannual  supervisor  feedback  to  employees.  f 


CON£XD**fTTXL 


SUBJECT:  Minutes  of  Special  Executive  Committee  Meeting  on 

Glass  Ceiling  Study  Action  Plan,  4 September  1992 


Distribution: 

Orig  - DDCI  (w/att) 

1 - Executive  Director  (w/att) 

1 - DDA  (w/att) 

1 - DDI  (w/att)' 

1 - DDO  (w/att) 

1 - DDS&T  (w/att) 

1 - D/PAI  (w/att) 

1 - Comptroller  (w/att) 

1 - D/OCA  (w/att) 

1 - GC  (w/att) 

1 - Executive  Assistant  to  DCI  (w/att) 

1 - Special  Assistant  to  DCI  (w/att) 

1 - Executive  Assistant  to  DDCI  (w/att) 
1 - Executive  Secretary  (w/att) 

1 - EA/EXDIR  (w/att) 

1 - ADDA  (w/att) 

1 - ADDI  (w/att)  ' 

1 - ADDO  (w/att) 

1 - ADDS&T  (w/att) 

1 - DD/PAI  (w/att) 

1 - D/OEEO  (W/att) 

1 - D/OP  (w/att) 

1 - D/OTE  (w/att) 

1 - AS  Chrono  (w/att) 

1 - AS.  Subject  (w/att) 


_ AS/EXDIR  (w/att) 
1 - Executive  Registry  (w/att) 


D/EEO 


(29  Sep  92] 


CONF 


TIAL 


SPECIFIC  PROPOSSILS  70%^ 


— Action 

Statement  from  uu-lntelligence  Excellence  Through  Diversity 1 

I^ommunicatecommitment  through  town  mwiinr 

.^°nlmitment  through  assignments  and  awards  for  those 

—employees  with  an  established  record  of  achievement 

Hold  periodic  discussions  and  annual  meetings  between  senior' 

_mapagement  and  various  minority  and  women's  network  groups 
Crea"n9  3 Pinion  equivalent  to  a deputy  director  for  human  resources 

~F!"r.r'|na.le  lT*  10  a"  emP'°Vees  on  the  decisions  marie  hy  

=Sj  barriers  for  J disabled 


Action  Office 
DCI 

Comment 

Us©  of  common  them©  would  tie 
diversity  to  mission  of  Aoency 

Sr  Mamt 
Sr  Mgmt 

i>r  Mgmt  

cAUIH 

OEECVAS 

Reorg  TF  is  charged  with  assessing  the 
pros  and  cons.  Expand  TOR  to  address 
this  specific  issue 

CffiD 

Implemented  

WtP  coMMUMirxmmK 


rage 

Action 

Action  Office 

tacn  directorate  will  issue  and  periodically  update  an  Employee 
Handbook  ’ 

DDs 

Some  Directorates  have  already 
implemented 

components  will  review  the  promotions,  assignments,  and  awards 
process  yearly  to  determine  objectivity  and  effectiveness 

DDs 

Annual  review  would  ensure  that  the 
processes  are  clear,  easily  understood, 

1 

Components  will  publish  criteria  for  awards  and  names  of  recipients 

DDs 

This  action  would  ensure  that  all 
employees  know  the  procedures 
associated  with  awards.  Some 

2 

tacn  directorate  will  distribute  a Supervisor's  Handbook  that  includes 
section  on  performance  feedback 

DDs 

A useful  tool  for  new  and  more 
seasoned  managers.  Directorates  have 

2 

tach  directorate  will  publish  Management  Tenets 

DDs 

Such  tenets  broadly  state  terms  the 
expectations  for  managers  at  all  levels 
of  the  directorates.  Endorsing  this 
would  clearly  signal  the  importance  of 
this  information  being  known  to  all 
employees.  Dl  has  implemented 

3 

Career  services  will  include  effective  diversity  management  as  part  of 
the  evaluation  of  line  managers 

DDs 

DDs 

I his  would  be  a means  of  ensuring  that 
managers  are  accountable  for  progress 

GTfc  win  distribute  basic  feedback  and  communications  tools 

OTE 

Tools  are  available  but  are  not  known 
This  would  ensure  that  they  would 

OTE  will  include  eliciting/requesting  feedback  from  managers  in  new 
employee  orientation  trainina 

OTE 

Include  cross-cultural  communication  skills  in  management  traininq 
courses  y 

DDs 

3 

Periodic  information  will  be  issued  about  the  EEO  and  Grievance  process 

Not  enough  truth  is  known  about  these 
processes  and  are  too  often  viewed 
negatively 

A-2 


Action 


Action  Office 


Periodically  publicize  the  importance,  purpose,  and  value  of  mentoring  DDs 

experiences 


DDs 


This  action  would  allow  learning  about 
the  unwritten  rules  that  hinder 
success  within  the  Agency 


DDs 


Components  establish  an  annual  mentoring  award 


Recognize  mentoring  in  performance  evaluations 


DDs 


DDs 


This  action  would  aid  the  EOD  process 
and  improve  the  performance  of  all 
employees 


OSWR  and  DO  has  a similar  type  ot 
award  This  would  reward  those  who 
give  their  time  to  aid  in  the  growth  of 

others 

Means  of  accountability 


'diversity  tttw.t 


1 

Issue  a formal  policy  addressing  racial  harassment  and  communicate 
UCI  s personal  messaqe  on  this  subject 

cm) 

OEEO  implementing 

Directorates  develop  mandatory  training  segment  on  harassment 

DDs 

Some  directorates  have  already 
implemented,  but  duration  and  type  of 

1 

Directorates  develop  mandatory  training  segment  on  managers 
.responsibility  in  responding  to  harassment  in  the  workolaoe 

DDs 

MaMJHiy  is  M iGOf isisisni  today 
Same  as  above 

Career  panels  take  necessary  steps  to  ensure  that  stereotypical  biases 
held  by  members  do  not  affect  decisions 

DDs 

Remind  them  of  this  responsibility  and 
challenge  decisions  that  appear  to  have 

2 

Meads  of  career  panels  develop  precepts/guidelines  for  all  panel 
members  on  their  role  and  responsibility 

DDs 

Some  directorates  have  developed  these 

Career  panels  or  appropriate  bodies  take  a more  proactive  approach  to 
placing  men,  women  and  minorities  in  positions  that  will  break 
stereotypical  mold 

DDs 

Perception  is  that  a proactive 
approach  to  placing  men,  women  and 
minorities  does  not  occur  or  is  even 
considered.  Need  to  monitor  and  report 

3 

Cusuie  a basic  program  exists  to  accommodate  harassment  and  diversity 
training  for  all  employees  at  Has  and  in  the  field 

EXDIR/DDs 

Most  have  implemented  diversity 
training 

A-3 


3 

EaJi  DD  ensure  all  employees  maintain  heightened  understanding  of  the 
importance  of  diversity  issues  throuah  trainina 

Action  Office 
DDs 

Comments 

Expand  diversity  training  programs  as 

3 

OTE  serves  as  clearing  house  for  information  about  internal  and 
contractor  run  courses  that  Directorates  can  use  to  develop  their 
proqrams 

OTE 

Implemented 

3 

Discuss  status  of  directorate  diversity  training  issues  at  annual  DOI 
offsite 

DDs 

DDs 

Need  mechanisms  to  facilitate 

work  mas.  imdLULmuaiA 


2 

2 

DDs  and  Heads  of  Independent  unices  add  a covering  memo  to  Work  and 
Family  Handbook  to  reinforce  senior  management  commitment  and 

§tiPPort  01  ,hese  programs  prior  to  distribution  within  their  offices 

Update  Work  and  Family  Handbook  annually 

DDs  and  Heads  of 
Independent 
Offices 

Gives  additional  "permission"  to  use 
these  programs  in  each  Agency  culture 

2 

Develop  and  update  nonattributable  information  packages  on 
work/family  programs  for  distribution  through  satellite  office  and  in 
the  field 

CP 

CP 

Plans  are  to  update  annually 
Sterile  copy  of  handbook  will  be 
available  and  sent  to  the  field.  This 
will  allow  all  employees  and  families 

Maintain  contact  with  OPM,  other  1C  agencies,  and  organizations  in  the 
private  sector  to  maximize  successful  policies  an  programs  and  tap 
external  sources  of  employment  for  spouses 

CP 

Ongoing.  Take  advantage  of  work  done 
outside  of  Agency  on  these  issues  and 
help  spouses  make  contact  for 

uevelop  and  implement  uniform  policies  on  work-family  issues  such  as 
allowing  dependents  access  to  Agency  buildings,  treatment  of  part-time 
employment,  the  use  of  annual/sick  leave  and/or  LWOP  following 
childbirth  with  respect  to  minimum  TIG  guidelines  for  promotion 

purposes,  and  to  ensure  sufficient  resources  are  allocated  for  part-time 
assignments  H 

OP,  OS, 
OGC.OTE 

Ensures  equality  of  treatment  for 
employees  throughout  the  Agency 

Ensure  key  developmental  and  core  courses  are  occasionally  offered  in 
the  DC  area 

OTE 

Especially  helpful  to  accommodate 

Maintain  close  links  with  Family  Advisory  Board 

CP 

Ensures  two-way  communications 
with  representatives  of  Agency 
families 

A-4 


ER  | I 

29  September  1992 


MEMORANDUM  FOR:  Deputy  Director  of  Central  intelligence 

Executive  Director 

Deputy  Director  for  Administration 

Deputy  Director  for  Intelligence 

Deputy  Director  for  Operations 

Deputy  Director  for  Science  and  Technology 

Director,  Public  and  Agency  Information 

Comptroller 

Director  of  Congressional  Affairs 
General  Counsel 


FROM: 


SUBJECT : 


Taxretrtror  of  Equal  Employment  Opportunity 

Minutes  of  Special  Executive  Committee  Meeting 
on  the  Glass  Ceiling  Study  Action  Plan, 

17  September  1992  psl 


1.  The  second  in  a series  of  special  meetings  of  the 
Executive  Committee  (EXCOM)  was  held  on  17  September  1992 

to  continue  consideration  of  the  action  plan  proposed  by  the 
Glass  Ceiling  Study  Task  Force.  The  meeting  was  chaired  by  the 
Deputy  Director  of  Central  Intelligence  (DDCI) . Also  present 
were  the  Executive  Director  (EXDIR) ; Deputy  Directors  for 
intelligence  (DDI)  and  Science  and  Technology  (DDS&T ) ; Associate 
DeSU^y  Directors  for  Administration,  Operations,  and  Science 
and  Technology;  Director  and  Deputy  Director  of  Public  and 
Agency  Information;  Deputy  Comptroller;  Deputy  General  Counsel; 
Deputy  Director  of  Equal  Employment  Opportunity;  Directors  of 
Congressional  Affairs,  Personnel,  and  Training  and  Education; 
members  of  the  Glass  Ceiling  study  Task  Force;  representatives 
o Agency  multicultural  programs  and  network  groups;  Executive 
Exfcutiv®  Assistant  to  the  DDCI;  staff  members  from 
the  Offices  of  Equal  Employment  Opportunity  ( EEO)  and  EXDIR;  and 
other  interested  observers. 

2.  The  DDCI  began  by  noting  he  had  seen  the  DI  and  DS&T 
supervisors'  handbooks  and  found  them  excellent  models  for  other 

useful0^!^’  HS  suggested  an  Agency-wide  handbook  might  be 

__  l'  Pickin9  UP  the  discussion  of  action  items  (see 
attachment)  where  the  previous  session  ended,  the  EXCOM  approved 
an  action  requiring  semiannual  feedback  sessions  by  supervisors 


SUBJECT:  Minutes  of  Special  Executive  Committee  Meeting  on 

Glass  Ceiling  Study  Action  Plan,  17  September  1992 


with  employees.  Several  members  called  feedback  critical  to 
effective  employee  management.  The  EXDIR,  noting  that  the 
strongest  managers  give  feedback  constantly,  said  the  value  of 
the  semiannual  requirement  was  in  eliciting  regular  feedback 

tQ  SUCh  interactions.  Discussion  followed 
of  what  that  feedback  should  include  (employee  strengths, 
developmental  needs  and  correctives,  and  relative  standing) 
pikers  aiso  outlined  their  view  of  the  essential  elements  of  an 
effective  performance  appraisal  and  promotion  panel  system. 

fpoHha4;,  EXC0M  Woved  10  other  actions  related  to  enhanced 

•C^  an<^  communications  • These  provide  managers  with 
ffHwvaVndbaC5  tools  and  with  enhanced  training  in  general 
feedback  skills  and  m cross-cultural  communication.  Other' 
actions  approved  concerned  increasing  employees1  knowledge  and 
understanding  of  the  EEO  and  grievance  process  and  making  greater 
use  of  mentoring.  ^ y y dLer 

• 5'  T“rnin?  to  diversity  issues,  the  members  approved  three 
actions  addressing  racial  harassment  and  two  related  to  preventing 
bias  in  promotion  panels.  The  EXCOM  deferred  action  on  a 9 

requirement  that  panels  give  women  and  minorities  more  stereotype- 
breakmg  assignments  until  the  EXCOM  has  discussed  the  more 
c allenging  set  of  action  items/including  several  on  improving 
the  panel  process.  The  members  approved  five  actions  related  to 
enhanced  diversity  training.  JjG-T 

T__1  . 6 ‘ E^Pressing  commitment  to  Agency-endorsed  work  and  family 
policies , the  EXCOM  approved  seven  actions  in  this  area.  These 
requirin?  Office  directors  to  express  support  for  such 

FamnveLi3hn°rrin9  memorandums  to  accompany  the  new  Work  and 
Family  Handbook  when  it  is  disseminated  throughout  the  Agency. 


. .7:  Responding  to  members’  expressions  of  concern  about  the 

^Hni'HCan  amount  of  time  consumed  in  discussing  each  action  item 

iSriSSS1^'  DDCI  St3ted  th3t  the  imP°rtance  of  the  issues 

SSr  to  • HS  n°netheless  agreed  to  consult  with  the  ‘ 

IR  to  try  to  devise  a faster  review  process  for  the  next 

session  that  would  emphasize  the  five  or  six  most  important  action 
areas  identified  in  the  study.  (M  arcane  action 


Attachment : 
As  Stated 
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Distribution: 

Orig  - DDCI  (w/att) 

1 - Executive  Director  (w/att) 

1 - DDA  (w/att) 

1 - DDI  (w/att) 

1 - DDO  (w/att) 

1 - DDS&T  (w/att) 

- D/PAI  (w/att) 

- Comptroller  (w/att) 

- D/OCA  (w/att) 

- GC  (w/att) 

- Executive  Assistant  to  DCI  (w/att) 

- Special  Assistant  to  DCI  (w/att) 

- Executive  Assistant  to  DDCI  (w/att) 
1 - Executive  Secretary  (w/att) 

1 - EA/EXDIR  (w/att) 

- ADDA  (w/att) 

- ADDI  (w/att) 

- ADDO  (w/att) 

- ADDS&T  (w/att) 

- DD/PAI  (w/att) 

- D/OEEO  (w/att) 

- D/OP  (w/att) 

- D/OTE  (w/att) 

- AS  Chrono  (w/att) 

- AS  Subject  (w/att) 

AS/EXDIR  (w/att) 


1 - Executive  Registry  (w/att) 


D/EEO/ 


(29  Sep  92) 


9/10/92 


SPECIFIC  PRCEPOSSUS  TOli  (DISCUSSION 


£Q3d2dEMEML  1MQ2E  SM V/Off  2£M£L  2£MZSm£E2EI 


2 

Statement  from  DCI-Intelligence  Excellence  Through  Diversity 

Action  Office 
DCI 

Comment 

APPROVED  Statement  to  Include 
expectations,  education,  and 
progress;  verbally  and  In 

Communicate  commitment  through  town  meetings 

Sr  Mgmt 

ENDORSED  Continued 

Demonstrate  commitment  through  assignments  and  awards  for  those 

Sr  Mgmt 

ENDORSED  Must  be  on 

Hold  periodic  discussions  and  annual  meetings  between  senior 
management  and  various  minority  and  women's  network  groups 

Sr  Mgmt 

ENDOHSED  DD's  and  Sr  mgrs  to 
hold  meetings  semi-annually 
Forum  TBD  by  each  directorate 
OEEO  to  assist  In  scheduling 

Creating  a position  equivalent  to  a deputy  director  for  human  resources 

EXDIR 

Hold  action  until  Reorg  TF  has 

Disseminate  report  to  all  employees  on  the  decisions  made  by  EXCOM 

EXDIR 

ENDORSED  PAI  newsletter, 
Glass  Celling  update  bulletins, 

Establish  task  force  to  address -glass  ceiling  barriers  for  the  disabled 
and  hearing-impaired  employees 

CEED 

APPROVED 

aeccm'M'TA'B  tr.  j^py 


“ r — ±— — - » __ 

5 Directorates  provide  plan  that  addresses  specific  items  in  appendices 

EXDIH/DUs  EXDIR  to  provide  strawman  for 

directorates.  EXCOM  to  revisit 
timing  for  completion  of 

dlr^fttnrato  nlenn 

BOLD  = EXCOM  Decision/Changes 

A- 1 


9/10/92 


Action 


Include  in  IG  inspections  a review  of  glass  ceiling  issues  in  component 
. and  other  applicable  inspections  K 


Action  Office 


IG 


Comments 


DDCI  and  EXDIR  will  discuss 
with  IG.  EXCOM  to  revisit 


ASSIGNMENTS  marrc  c 


This  topic  will  be  addressed  under  specific  proposal  likely  to  require 
further  discussion  M 


TEL WMOL  ANN  coMMiiNicnncns 


1 

HandbookCt°rate  Wil1  iSSU8  3nd  periodical|y  uPdate  an  Employee 

DDs 

APPROVED  Some  directorates 
have  Implemented  or  are 

Components  will  review  the  promotions,  assignments,  and  awards 
process  yearly  to  determine  objectivity  and  effectiveness 

DDs 

Referred  back  to  TF  for 
additional  discussion  and 

Components  will  publish  criteria  for  awards  and  names  of  recipients 

DDs 

APPROVED  Implement  as 

EdUi  directorate  will  distribute  a Supervisor's  Handbook  that  includes 
section  on  performance  feedback 

DDs 

APPROVED  Some  directorates 
have  implemented  or  are 

2 

Each  directorate  will  publish  Management  Tenets 

D/OP 

Performance  Management  TF 
(PAR)  to  include  In  their 
charter 

3 

Career  services  will  include  effective  diversity  management  as  part  of 
the  evaluation  of  line  managers 

DDs 

DDs 

Begin  discussion  with  this  topic 
This  would  be  a means  of  ensuring  that 
managers  are  accountable  for  progress 

J 

u 1 1 will  distribute  basic  feedback  and  communications  tools 

OTE 

Tools  are  available  but  are  not  known 
This  would  ensure  that  they  would 

OTE  will  include  eliciting/requesting  feedback  from  managers  in  new 
employee  orientation  training 

OTE 
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3 

Q 

■ - rvuiiun 

Include  cross-cultural  communication  skills  in  management  traininq 
courses  * 

Action  Office 
DDs 

Comments 

O 

A 

Penodic  information  will  be  issued  about  the  EEO  and  Grievance  process 

CEED 

Not  enough  truth  is  known  about  these 
processes  and  are  too  often  viewed 
neqatively 

4 

Periodically  publicize  the  importance,  purpose,  and  value  of  mentoring 
experiences 

...  Directorates  include  mentorino  in  Manaaement  Tenets 

DDs 

This  action  would  allow  learning  about 
the  unwritten  rules  that  hinder 
success  within  the  Aqencv 

4 

Components  sponsor  mentoring  programs 

DDs 

DDs 

This  action  would  aid  the  EOD  process 
and  improve  the  performance  of  all 
employees 

4 

4 

Components  establish  an  annual  mentoring  award 
Recognize  mentorino  in  performance  evalnstinncf 

DDs 

OSWR  and  DO  has  a similar  type  of 
award  This  would  reward  those  who 
give  their  time  to  aid  in  the  growth  of 
others 

J 

DDs 

Means  of  accountability 

mVEXSITY  KWF? 


1 

■ Issue  a formal  policy  addressing  racial  harassment  and  communicate 
DCI  s personal  messaqe  on  this  subject 

CEED 

OEEO  implementing 

Directorates  develop  mandatory  training  segment  on  harassment 

DDs 

Some  directorates  have  already 
implemented,  but  duration  and  type  of 

Directorates  develop  mandatory  training  segment  on  managers 
responsibility  in  respondinq  to  harassment  in  the  workplace 

DDs 

Same  as  above 

c 

Career  panels  take  necessary  steps  to  ensure  that  stereotypical  biases 
held  by  members  do  not  affect  decisions 

DDs 

Remind  them  of  this  responsibility  and 
challenge  decisions  that  appear  to  have 

2 

neaas  or  career  panels  develop  precepts/guidelines  for  all  panel 
members  on  their  role  and  responsibility 

DDs 

Some  directorates  have  developed  these 
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2 

Career  panels  or  appropriate  bodies  take  a more  proactive  approach  to 
placing  men,  women  and  minorities  in  positions  that  will  break 
stereotypical  mold 

MCIIOn  UTTlCft 
DDs 

Comments 

Perception  is  that  a proactive 
approach  to  placing  men,  women  and 
minorities  does  not  occur  or  is  even 
considered.  Need  to  monitor  and  report 

Enauie  a basic  program  exists  to  accommodate  harassment  and  diversity 
training  for  all  employees  at  Has  and  in  the  field 

EXDIFVDDs 

Most  have  implemented  diversity 
traininq 

Each  DD  ensure  all  employees  maintain  heightened  understanding  of  the 
importance  of  diversity  issues  throuqh  trainina 

DDs 

Expand  diversity  training  programs  as 
appropriate 

OTE  serves  as  clearing  house  for  information  about  internal  and 
contractor  run  courses  that  Directorates  can  use  to  develop  their 

OTE 

Implemented 

3 

proqrams 

3 

Discuss  status  of  directorate  diversity  training  issues  at  annual  DCI 
offsite 

DDs 

DDs 

Need  mechanisms  to  facilitate 

‘WOX'kjW'D  I2MUHL2QLKI&S. 


2 


DDs  and  Heads  of  Independent  Offices  add  a covering  memo  to  Work  and 
Family  Handbook  to  reinforce  senior  management  commitment  and 
support  of  these  programs  prior  to  distribution  within  their  offices 
Update  Work  and  Family  Handbook  annually 
Develop  and  update  | I information  packages  on 

work/family  programs  for  distribution  through  satellite  office  and  in 
the  field 


Maintain  contact  with  OPM,  other  1C  agencies,  and  organizations  in  the 
private  sector  to  maximize  successful  policies  an  programs  and  tap 
external  sources  of  employment  for  spouses 


DDs  and  Heads  of  Gives  additional  "permission11  to  use 
Independent  Ihese  programs  in  each  Agency  culture 
Offices  

Plans  are  to  update  annually 

CP  . I Icopy  of  handbook  will  be 

available  and  sent  to  the  field.  This 
will  allow  all  employees  and  families 

to  have  the  information. 

CP  Ongoing.  Take  advantage  of  work  done 

outside  of  Agency  on  these  issues  and 
help  spouses  make  contact  for 
- employment 


9/10/9-2 


cage 

O A 

Action 

Action  Office 

Cfinimpnl  c 

4 

Develop  and  implement  uniform  policies  on  work-family  issues  such  as 
allowing  dependents  access  to  Agency  buildings,  treatment  of  part-time 
employment,  the  use  of  annual/sick  leave  and/or  LWOP  followina 
childbirth  with  respect  to  minimum  TIG  guidelines  for  promotion 

purposes,  and  to  ensure  sufficient  resources  are  allocated  for  part-time 
assignments  y 

OP,  OS, 
OGC,OTE 

V'VJ*  1 | |tj| 

Ensures  equality  of  treatment  for 
employees  throughout  the  Agency 

4 

th^DC  area  developmental  and  core  coyrses  are  occasionally  offered  in 

DTE 

Especially  helpful  to  accommodate 

sinnlp  narontc 

Maintain  close  links  with  Family  Advisory  Board 

CP 

0,1  'yc  p/ai  ci  i ia 

tnsures  two-way  communications 
with  representatives  of  Agency 
families 

\ 
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ACCO'U'tiTA'Bl  r.irpY 


5 

.0  determine  ',^7 p”  109  S'Udy  bS  repeated  in  Fa”  0(  1 994 

Resource  implications,  recommend 
changing  time  to  Fall  of  95  or 

5 

basfs  emP|u^«  “P'^on  survey  and  conduct  survey  on  a yearly 

Sprina  of  96 

Resource  implications,  survey  takes 
about  1 year  from  beginning  to  end  to 
complete  and  would  require  one  full 
time  person  to  have  report  done  on  a 

ztSzsSSsz  s"c,ru“'  « 

belore  considering,  discuss  how  to  be 
implemented.  Need  to  take  careful 
action  steps 
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Action 




Directorates  publicize  those  assignments  that  are  key  and/or  ““ 

in'  «!Tenla  r nalure'  Review  lisl  on  an  annual  basis,  and  circulate 
IndTrfinrr65,  KeyfiS,9nmenls  should  includ9  al1  management  posi  ions 

SKST  types  of  professional  experiencas  ,hat  - 


Establish  selection  panels  (include  a female  and  minority)  to  consider' 
feaPJihtn  S t°r  key/devel°Pment  assignments.  Where  appropriate  and 
nter^L ' T'6"''  ,0ams  (delude  women  and  minority)should 

*nd  i”*1*  ” 


Prepare  procedures  and  guidelines  for  selection  panels, 
procedures  available  to  employees 


Make 


Action  Office 


Comments 


Employees  need  to  know  what  ‘ 
assignments  are  considered 
key/developmenlal.  This  would 
eliminate  the  veil  of  secrecy  about 
such  assignments,  consistent  with 
Agency  openness  policy,  and  fosters 
communications  about  career  goals 
_between  employees  and  managers 
This  would  demonstrate  that  there  is 
an  assignment  process  to  assist 
decisionmaker  and  that  there  is  a 
record  of  their  actions.  Female  and 
minority  reps  are  consistent  with 
Agency  policy  concerning  career  panel 
membership 


Selection  panels  will  recommend  and  justify  in  writing  the  rank  order" 
'°  ’h°se  P°sl'lons  for  which  a DD  is  the  final  decisionmaker 
not  accepted  riinai'd59  ‘°  DD'  lf  panel  ^commendations  are 

provK^ed  sebect  on  pan^r°nmaker'  ra,i°na'9  '°r  ,h*  Se,ec,i0"  wil1  ba 


This  would  be  consistent  with  Agency 
openness  policy  and  helps  remove  the 
perception  that  assignments  are  made 
in  secret  and  at  the  whim  of  a single 
decisionmaker-usuallv  a while  male 


Consistent  with  statement  made  on 
previous  action  and  covers  case  where 
the  selection  panel  is  not  the  deciding 
body.  Provides  feedback  to  selection 
panels  and  creates  a written  record  and 
. later  review/accountability  
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Mcuon  

SS°an?£?  addr6SS  in  Wnt'n9  What  consideration  was  given  to 
remale  and  minority  representation  a 


fcXDIR  and  including  a temale  and  minority  rep, 
will  nominate  candidates,  at  least  one  of  whom  will  be  from  outside  the 
selecting  Directorate  whenever  appropriate,  for  assignments  at  or 
above  deputy  component  chief  or  for  staff  chief  assignments  Selection 
process  should  include  name  check  with  OEEO.  SPRB  will  provide  DCI 

Tnnh  reco"nmendallon’  wntten  justification  of  rank  order  and  record  of 
consideration  given  to  minority  and  female  officers 


management W'"  “ deve,0Pmen'  Pa"s'  consisting  of 


Career  development  panel  will  set  up  procedures  for  each  employee  to 

EmS  *”  5-»“'  ”Xp“« 


Action  Office 


Comments 


Address  the  concern  addressed  in  Study 
that  women  and  minorities  are  . J 
"overlooked"  when  it  comes  to  key 
assignments,  fosters  accountability 
and  would  assist  in  preparation  of 
annual  directorate  reports  on 
diversity  issues 


This  issue  addresses  fact  that  deputy 
component  and  staff  chief  positions  are 
likely  to  be  main  entry  points  into 
most  senior  positions,  written  record 
is  for  accountability  for  DCI's 
assistance,  name  check  with  OEEO  is 
needed  since  OIG  no  longer  has 
cognizance  over  EEO  issues 


This  panel  will  examine  and  guide  the 
career  development  ot  each  directorate 
employee,  with  special  emphasis  on 
ensuring  women  and  minorities  are 
treated  fairly  (DO  has  begun  using 
such  a system).  Perception  is  that 
Agency  components  do  a poor  job 
concerning  career  development 


Procedures  would  foster  understanding 
and  promote  accountability 


Action 


1 ' HV»IU|| 

Pa?8K  9SlabliSh  a 'imetable  for  monitoring 
of°he  p?an  aCCOunlable  to  ^ch.  individual  employee  for  the  validity 


Career  development  panel  will  prepare  an  annual  report  for  DDs 
Progress  of  minority  and  female  officers  must  be  covered  in  report 

Direcforates  wiH  take  steps  to  assist  women  and  minorities  to  break  out 

end  yPH°a  f ss'9nmen,s-  Rotational/exchange  assignments  within 
and  across  directorates  will  be  encouraged 


r^^dlrf,C,0?!e  and  E career  service  wil1  identify  positions  for" 
rotational/exchanqe  assignments 

Exchanges  will  be  arranged  for  high-performance  officers  from  ' 
components  with  relatively  large  numbers  of  minorities  in 

Jjnquistic/cultural/technical  specialities  

"Shadowing"  assignments  will  be  offered  to  women  and  minoriw 
officers,  especially  at  the  GS-13  through  GS-15  lav™ 


Managers  will  solicit  input  from  the  network  groups  on  assignments- 
™"°rl!.y  and  'emale  employees  will  use  network  groups  as  informal  ’ 

33  ^ * managernenTand 


Comments 


Same  as  above 


Designed  to  promote  accountability, 
keep  DDs  informed,  assist  in 
preparation  of  directorate  annual 
report  on  diversity  issues 


The  outlined  steps  are  designed  to  offer 
the  possibility  of  breaking  or  at  least 
bending  the  pattern  that  women  and 
minorities  appear  to  be  clustered 
and/or  assigned  to  certain  categories  of 
positions 


Shadowing  assignments  are  worthwhile 
(or  all  promising  officers,  but  given 
the  numbers  involved  and  the  relative 
paucity  of  women  and  minority  feeder 
groups,  the  greatest  gain  would  be 
made  by  concentrating  on  women  and 

minorities  

Intent  is  to  solicit  input  from  these 
groups  on  efficacy  of  assignments 
procedures,  encourage  employees  to 
use  groups  to  obtain  clarification  on 
opportunities,  requirements  and 
procedures  concerning  assignment 
process  and  other  related  matters. 
Objective  is  to  make  greater  use  of 
these  groups  for  managers  and 
employes  to  bridge  ethnic  and  gender 
characteristics  and  misunderstandings 


Action 


name^n^nteraT  women  and  minority  officers  to  assist  in  providing 

n^s^of  interested  women  and  minority  employees  to  designated  points 


3e^h1CniJl°n'?eSHWil1  S!3,e  specific  requirements  (or  the  position  with" 
is  key/developmenteTwrbVinSedri’Sria'  Whe,hef  assi9nmenl 


Vacancy  notices  will  include  notations  about  whether  alternative  work 
arrangements  such  as  job  sharing  could  he  WOrk 

o|Se  ° , a|eady  has  a qualified  candidate'  or  other  comments  will  be 
.eliminated  on  vacancv  nntlra=  wm  De 

A 1 1 l ....  ' 


Estabiish  a tracking  system  that  measures  the  impact  of  improvements 
made  in  the  assignments  process  to  assess  effectiveness  'mpf0Vemen,s 


Action  Office 


Comments 


anrihmdnect,°ra,e  W'"  delerrnine  ,he  number  and  percentage  of  women 

....  “ <*"•>  w*. 


loc  SS.’io.^.T 

C ^ I I . I ‘ ' ' 


The  vacancy  notice  issues  aim  at 
making  possible  assignments  and 
requirements  for  them  known.  Agency 
lacks  anything  approaching  this  norm, 
and  this  fuels  the  perception  that  ~ 
assignments  are  filled  in  backrooms 
and  based  on  old-boy  networks.  In  a 
sense,  the  vagaries  of,  and  at  times 
disregard  for,  the  vacancy  system 
undermines  the  credibility  of  Agency 
managers 


The  Glass  Ceiling  Study  and  our  own 
data  clearly  indicate  that  women  and 
minorities  are  not  represented 
equitably  at  senior  and  managerial 
levels  within  the  Agency.  The  size  and 
relatively  unchanging  nature  of  the 
feeder  groups  do  not  suggest  that  time 
alone  will  rectify  this  situation.  To 
address  or  measure  this  issue,  a 
process  is  needed,  relevant  data  must 
be  maintained,  and  managers  must  be 
held  accountable  for  what  they  have  or 
have  not  accomplished  
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Issues  may  be  addressed  pending  4 September  EXCOM  discussion  " 


VIVTXSJTr  LIZUZS 


_Discussed  under  specific  proposals  for  approval 


wo'X'K  wfip  IMUMLIQLdnSS 


DDs  Some  directorates  have  already 

implemented 


toetor,T,h!Id4COndUCl  ,annUal  SU,Vey  work/family  policy  needs  in  order'' 
pressing  9enCyS  'miled  resources  on  those  that  are  the  most 


opport u nities  ^ b3S8  0n  landem  cotJPles  and  assignment 


directora‘temral  ^ baS8  f'eXib'®  Work  arrangements  used  in  each 


emn?mP  Ce?‘ral  dala  bas«  on  skill  of  contract  spouses  to  match  with 
employment  requirements  for  staff  positions  when  they  return  from 


Determine  which  programs/issues  are 
most  important  to  majority  of 
employees  and  properly  focus  on 
efforts 


Size  the  population  and  improve 
assignments  process.  Resource 
implications 


Collect  and  give  access  to  information 
and  encourage  more  usage  of  flexible 
work  arrangements.  Resource 
implications 


Give  credit  to  contract  spouses  for 
Agency  contributions  by  helping  and 
placing  them  in  staff  positions. 
Resource  implications 
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pDolt^:r'aUMman7g;rr,n9  Se9'T,en,  00  and 


ocS*Sh7k ily  Day,or  another  appropriate  forum  to  announce  the" 
establishment  of  the  earner  B lnB 

Head  the  center  with  an  SIS  officer 


^77rM0sso777o^mcppropriale  resoufC9S  ff0m  oth8f  <*»“» 


Slia,eP?fto  from  each  directorate  (home  based  in  that 
a slo?CpordT.h:^errnCe)  t0  S8rV9  °n  ra,ati0n  With 


Comments 


Ensure  center  has  heterogeneous  staffina 

PoliKli«h  „ “C — r: a_ 


— • _ --'V'jmiovuj  Oldllinu 

resource"  speciSr''y  tX6CUtiV0  C°UnCi'  °'  "n9  ma"a9ers  and 


Recognize  we  cannot  make  change  but 
can  work  with  OPM  and  private  sector 
to  encourage  change  for  programs  of 
importance  to  Agency  employees. 
Statutory  program,  law  prohibits 
expanding  program.  OGC  review 
before  taking  action 


Ensures  that  managers  know  about  the 
programs  and  policies,  their 
flexibility  to  use  them,  and  the 
experiences  of  others  who  have  used 

them.  Resource  implications 

Demonstrates  Agency  commitment  and 
work/family  issues,  ensure  broad 
Agency  participation  and 
communication,  centralize  related 
activities,  and  give  clout  to  the 
manager.  Resource  and  budget 
implications 


This  would  add  broad  Agency 
experience  and  representation  to  the 
center,  would  aid  communications 
between  Center  and  directorates,  and 
would  serve  as  a visible  commitment 
-by  each  directorate  to  the  Center 


Council  would  provide  advice  and 
guidance  to  the  Work/Family  Center, 
would  serve  as  soundingboard  for  new 
ideas,  and  would  aid  in  the 
implementation  of  new  programs  and 
policies 
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